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This paper considers whether unpaid overtime working relates to part-time work in Britain by examining relationships between contracted working hours and unpaid overtime. It uses the authoritative British dataset Workplace Employment Relations Survey (2004) to derive a sample of 4,530 workers, from 735 workplace establishments, who worked unpaid overtime.  It tests hypotheses linking contracted working hours to unpaid overtime, and whether this link is moderated by gender, occupational group and the availability of flexible working arrangements. Part-time workers were found to work significantly more unpaid overtime hours compared with their full-time counterparts. Gender, occupation and flexible working practices moderated this relationship, where the extent to which part-timers work more unpaid overtime than their full-time counterparts was greater for men than for women, was greater for professional/managerial part-time workers compared with other occupations, and was more evident in establishments less likely to offer flexible working arrangements. The findings raise concerns about the exploitation of part-time workers.
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Working overtime is a prevailing feature of contemporary working life in the US and Europe. In Britain, for example, workers on average work seven hours unpaid overtime a week and frequently exceed their contracted hours, with over 3.6 million people in the UK regularly working more than 48 hours a week and (Trades Union Congress, 2008). It is acknowledged that those in managerial and professional roles work the most overtime (Feldman, 2002; Hochschild, 1997), where a recent study showed that almost 90% of British managers and professionals exceed their contracted hours (Worrall and Cooper, 2007).  
A shortcoming of existing research into overtime working is that it has focused on the issue from the perspective of full-time workers, neglecting to examine the extent to which part-time workers work extra unpaid hours too.  This is a major omission since part-time workers constitute by far the largest non-standard group in the workforce and their number is growing.  The number of people in part-time work has increased during the current recession, as people have been forced to work shorter hours because they cannot find a full-time job (e.g. UK Office for National Statistics, 2012).  About 20% of US workers work part-time (about 28 million people; Bureau of Labor Statistics, 2012), with some industries, such as retail, almost entirely reliant on their productivity. The proportion is similar in Europe, although there is considerable variation across countries, for example, part-timers constitute 27% of the workforce in Britain (UK Office for National Statistics, 2012) and a third of workers in the Netherlands (Euwals and Hogerbrugge, 2006).   As we explain in the development of our hypotheses, there are reasons to expect that part-timers work more unpaid overtime than full-timers. 
Whether part-timers work more unpaid overtime that full-timers is relevant to debates about the exploitation of the part-time work group. Previous research has highlighted the differential treatment and exploitation of part-time workers, compared with full-timers. For instance, part-time workers have been used to cut wage costs (Ressler, Watson and Mixon, 1996), part-time work is strongly associated with low paid work (Rubery, 1998), reduced training and promotion (Lane, 2000; 2004), and impaired career progression (McDonald, Bradley and Brown, 2008; 2009).  This paper argues that part-time workers may also suffer in terms of having to work higher levels of unpaid overtime than their full-time counterparts. 
Furthermore, understanding the experiences of the part-time workforce will also provide useful insights into women’s experiences of work. In all countries the part-time workforce is dominated by female workers, largely due to women’s need to combine work with family commitments (Blossfield and Hakim, 1997).  In Britain, for example, women comprise nearly 80% of the part-time work-force, with 43% of women in Britain working part-time (UK Office for National Statistics, 2012).




The relationship between contracted working hours and unpaid overtime
It is open to debate as to whether part-timers work more unpaid overtime than full-timers. On the one hand, congruency theory (Barling and Gallagher, 1996) argues that employees choose their work status to be congruent with their work preferences. While the recent recession has seen the number of people working part-time involuntarily increase, most part-timers still choose to work fewer hours to suit their preference (UK Office for National Statistics, 2012), so that they can fulfil family commitments outside work. This might indicate that part-time workers’ commitments outside work mean that they will prefer not to work overtime and may even find it impossible if out-of-work roles, such as the need to collect children from school, impose strict constraints.  On the other hand, there are more compelling reasons why part-timers may work more unpaid overtime than full-timers, summarized here and discussed further in the development of hypotheses 2, 3 and 4. 
Firstly, there is a view that part-time work is a convenient, desirable and positive option for workers, which generally they would not like to lose (Euwals and Hogerbrugge, 2006; Hakim, 1997; Walsh, 2007).  Part-time workers may therefore be prepared to compromise in terms of working unpaid overtime in an attempt to protect their deal (Webber and Williams, 2008). Employers may also be aware that working reduced hours is a major inducement for part-timers, and could seek to exploit this by expecting overtime in exchange as part of the implicit psychological contract (Conway and Briner, 2002).  
Secondly, part-timers may work unpaid overtime to achieve acceptance from work colleagues. A number of studies document that organizational members (managers, full-time colleagues, and even part-timers themselves) may hold opinions and stereotypes of part-timers as being less committed to the organization (Barker, 1993; Pupo and Duffy, 2000).  It has therefore been argued that part-timers may feel stigmatized as outsiders at work (Stamper and Masterson, 2002), and as a result work additional unpaid hours in order to be accepted as insiders, to display their organizational commitment and to resist stereotypes of part-time workers (Lawrence and Corwin, 2003). 
Thirdly, part-timers may have particular career concerns (Barker, 1993). A lack of visibility in the workplace, attributable to part-time working, has been shown to be detrimental to career development (McDonald et al., 2008; Webber and Williams, 2008).   Part-time staff may therefore attempt to heighten visibility and show commitment to their work by working additional unpaid overtime, in order to safeguard their career development (Lawrence and Corwin, 2003).
Fourthly, many part-timers, especially women, have converted full-time jobs into part-time work in order to manage family commitments outside work.  However, making a full-time job part-time may not necessarily entail a reduction in workload, with the result that such part-timers are often obliged to work overtime in order to fulfil the requirements of their job (McDonald et al., 2009). 
Finally, hypothetically at least, part-timers have more scope to work overtime than full-timers.  There is obviously an upper limit to the number of hours that an individual can work in any given week; since full-timers’ hours are closer to this limit, the amount of overtime they can work is more constrained than the amount that part-timers can work (Johns, 2006). Given these arguments, we hypothesise the following:

Hypotheses 1: Contracted working hours negatively relates to unpaid overtime, such that part-timers will work more unpaid overtime hours compared with their full-time counterparts.

Gender differences in the relationship between contracted working hours and unpaid overtime
As reported above, women dominate the part-time work group, comprising nearly 80% of the part-time work-force in the UK (UK Office for National Statistics, 2012).  It is therefore important to note that part-time work is not gender-neutral (Atkinson and Hall, 2009; Smithson and Stokoe, 2005).   Since part-time work is often seen as ‘female’ work and because most organizational cultures are shaped by masculine norms that emphasise dedication to work, a man’s decision to participate in part-time working may be seen as more culturally deviant than a woman’s (Johnson et al., 2008).  It has been shown that men who seek to pursue greater work-life balance are viewed more negatively than women (Butler and Skattebo, 2004) and that those who work part-time are perceived as having poorer career prospects than female part-timers (Johnson et al., 2008).
Because male part-timers are seen to pose a greater challenge to masculine work cultures than female part-timers, they may feel it necessary to work longer hours in order to demonstrate their dedication to work and the cultural norms of their organization.  Men working part-time, especially those in professional and managerial roles, may have to try harder than women to gain acceptance from male full-time colleagues and may have greater concerns about their career development than female part-timers.  As a result, male part-timers are likely to work more unpaid overtime hours than women part-timers, in an attempt to fulfil masculine work norms, overcome prejudice about their status and further their careers.
Conversely, since women still take greater responsibility for family and household obligations, their opportunities for working overtime are likely to be more restricted than men’s; hours spent on household and family tasks have been shown to be negatively correlated with work hours (Van Echtelt, Glebbek, Lewis and Lindenberg, 2009; Powell and Greenhaus, 2010).  Many female part-timers have chosen to work part-time in order to manage childcare commitments outside work and as a result may not be able to work overtime even if they wish to do so.  In consequence, female part-timers are less likely to work more unpaid overtime than male part-timers as their family circumstances and responsibilities mean that they may be unwilling or unable to do so (Kmec and Gorman, 2010). Given these arguments, we hypothesise the following:

Hypothesis 2: Gender will moderate the relationship between contracted work hours and unpaid overtime, such that the relationship will be stronger for men and that male part-timers will work more unpaid overtime than their full-time counterparts and female part-timers.


Occupational differences in the relationship between contracted working hours and unpaid overtime
It is important to note differences in the way that part-time work is constructed.  In many service industries, low skill jobs are commonly organized around part-time work (Kalleberg, 2000), whereas in professional and managerial occupations jobs are based on full-time work as an ideal, with part-time work negotiated on an individual basis, usually by women when they return from maternity leave (Dick, 2009).   These differences in part-time jobs are linked to a fundamental distinction that is made between what researchers have labelled ‘good’ and ‘bad’ part-time work (Kalleberg, 2000).  
Good (or ‘retention’) part-time jobs, generally considered to be found  in managerial and professional occupations, are characterized by high pay, high skills, a career track, and being valued by the organization (Higgins, Duxbury, and Johnson, 2000; Thorsteinson, 2003). In the UK about 10% of managers and professionals are employed part-time (UK Office for National Statistics, 2012). In contrast, so-called bad (or ‘secondary’) part-time jobs are characterized by low pay, low skills and little interest by the organization in retaining any individual worker.  To date, few studies have compared ‘good’ and ‘bad’ part-time jobs and whether workers themselves experience them as such (Hoque and Kirkpatrick, 2003; Lawrence and Corwin, 2003). One likely reason for this is the difficulty of finding a dataset that represents both different occupational groups and significant numbers of part-time and full-time workers.
Managers and professionals who work part-time are likely to have particular concerns about professional acceptance and career progression.  In professional and managerial occupations, long hours are a norm (Anderson-Gough, Grey, and Robson, 200; Simpson, 1998) and work is often structured in a way that assumes that people can contribute long hours on a full-time basis (Thomas and Davies, 2002).  Violation of such work time norms may affect individuals’ career progression, in that hours spent on work are seen as a proxy for commitment to the profession and ambition to succeed within it (Wallace, 1997; Ng and Feldman, 2008). 
As a result, part-timers working in professional and managerial occupations face increased pressure to work overtime, in comparison both with their full-time counterparts and with part-timers in other occupations (Dick, 2009; Lawrence and Corwin, 2003; Webber and Williams, 2009). For example, Barker (1993) found that part-time lawyers and financial professionals typically worked 40 hours a week.  Such pressure may be exacerbated by rituals and technologies prevalent in professional work – such as meetings, email, and use of Blackberry mobiles – which have the effect both of making workers feel they have to be at work and of occupying their non-work time (Lawrence and Corwin, 2003).  This may further encourage part-timers to work unpaid overtime or use a proportionately larger amount of their time outside of work on work-related activities, compared with full-timers. Managerial and professional part-timers are therefore likely to work more additional overtime than part-timers working in other occupational groups, in order to try to limit the violation of professional work time norms and gain acceptance in their professional milieu. Given these arguments, we hypothesise the following:

Hypothesis 3: Professional occupational status will moderate the relationship between contracted work hours and unpaid overtime, such that professional and managerial part-timers will work more unpaid overtime than their full-time counterparts, and compared with part-timers in other occupations.

Differences in flexible working practices and the relationship between contracted working hours and unpaid overtime
The organizational context regarding flexible working practices is also likely to influence part-timers’ propensity to work overtime.  Some organizations allow workers to access a range of flexible working policies, such as flexibility about when the working day begins and ends, working compressed weeks, and working from home during normal working hours, in addition to part-time working.  Others are less accommodating and only offer limited means of working flexibly. In British workplaces, for example, flexible working arrangements are moderately available, where 45% of workplaces offer opportunities to change working practices, and 26% of workplaces offer home-working arrangements (Kersley et al., 2006).   For part-timers, being able to access a range of flexible working practices may communicate a message both about how acceptable part-time working is and more importantly about the organization’s work-family culture, its ‘supportiveness or responsiveness towards employees’ family-related needs’ (Mauno, Kinnunen and Pyykko, 2005, p. 509).  
Since many people choose to work part-time in order to balance work with family responsibilities, an environment that appears to be more supportive of family needs may encourage part-timers to believe that they need not exceed their contracted hours and prejudice their work-life balance (Thompson, Beauvais and Lyness, 1999; Mauno, 2010), at least not beyond unpaid hours worked by full-time colleagues.  In contrast, if a workplace does not make a range of flexible policies available, then part-time workers may feel that the organization is less supportive of their status (Stamper and Masterson, 2002) and as a consequence be more inclined to work overtime, in order to display their commitment and overcome stereotypes of part-time workers (Dick, 2009; Lawrence and Corwin, 2003). Furthermore, in the absence of flexible working policies, part-timers may value their part-time status highly because it is their only means of achieving flexibility at work and as a result be prepared to work unpaid overtime if they feel that this is necessary to protect this status (Webber and Williams, 2008).  
While we expect that flexible working practices will reduce differences in unpaid overtime between part-timers and their full-time counterparts, it is important to note that there are arguments for and against whether flexible working practices will, in general, lead to increases or decreases in work intensification. One form of flexible working, working from home, is, like part-time working, associated with work intensification (Kelliher and Anderson, 2010).  However, other kinds of flexible working practices, in particular flexitime and the ability to compress the working week, may allow more distinct boundaries to the working day to be set.  Having access to them may therefore give workers greater control over their work schedule and the hours that they work (Baltes, Briggs, Huff, Wright and Neuman, 1999; Lewis, 2003), helping them to avoid working overtime (Golembiewski, Hilles and Kagno, 1974).
Here we propose that the availability of a range of flexible working arrangements in a workplace will on balance lessen part-timers’ perception that it is necessary to work overtime in order to demonstrate their commitment to the organization or further their career, and therefore reduce differences in the amount of unpaid overtime between part-timers and full-timers. Given these arguments, we hypothesise the following:





Research context and sample
We use data from a British dataset, the Workplace Employee Relations Survey 2004 (WERS 2004). WERS 2004 is a nationally representative survey of workplaces in Britain covering all workplaces with five or more workers, excluding those within the sections of Standard Industrial Classification (2003) A, B, C, P and Q (agriculture, hunting, fishing, mining, private households) (Kersley, Alpin, Forth, Bryson, Bewley, Dix and Oxenbridge, 2006). The main aim of the survey is to provide a large-scale dataset of employment practices and employee attitudes. A workplace is defined as comprising the activities of a single employer at a single set of premises (Kersley et al., 2006), for example, a bank branch, a car factory and a shop outlet. The survey includes about 2295 workplaces; 2295 face-to-face questionnaire interviews were conducted with the main manager responsible for personnel relations (a response rate of 64%).  Within each workplace, self-completion questionnaires were administered to a random sample of up to 25 employees. 1733 workplaces returned surveys from the main manager and employee surveys, resulting in a total of 22451 employee questionnaires. WERS data is weighted to ensure that it represents British workplaces and to account for any non-response bias by workplace size and sector; for the employee survey weighting also accounts for the probability of a respondent being selected from the their workplace and employee non-response bias (Kersley et al., 2006). WERS 2004 is widely regarded as the most authoritative source of data on workplaces and employee relations in Britain (Conway, Deakin, Konzelmann, Petit, Rebérioux, and Wilkinson, 2008; Kersley et al., 2006). We restrict our analysis to employees that worked unpaid overtime. This resulted in a final sample of 4530 employees from 735 workplaces.

Measures
The WERS 2004 questionnaires cover a great many topics, including workforce composition, human resource policies and practices, employee representation, and various employee work attitudes, perceptions, and self-report behaviours. We restrict our analysis to a subset of variables. Our measures were taken from the employee survey, with the exception of the indicator of whether or not the establishment paid for employee overtime and establishment-level control variables, which were taken from the management questionnaire. 
Unpaid overtime. A single continuous item was used to measure overtime, where employees responded to the item ‘How many overtime or extra hours do you usually work each week, whether paid or unpaid?’. Employees were instructed to enter the number of hours per week to the nearest hour.
We identified unpaid overtime as follows. There was no item in the employee questionnaire that addressed this issue; however, the manager questionnaire included an item that asked respondents to report ‘the factors that explained differences in the level of pay of full-time employees in the (largest occupational group of non-managerial employees)​[1]​ at the workplace’. Respondents were presented with a list of factors, one of which was overtime hours. From this item we were able to select only those workplaces where overtime was not a factor explaining differences in pay (i.e. those where overtime was unpaid). This approach makes the assumption that workplace practices applied to full-time employees in the largest occupational group of non-managerial employees are representative of practices applied to all employees in the workplace, which we and other users of WERS believe to be reasonable (Cully et al., 1999; Kersley et al., 2006), and is common practice by US researchers, such as Osterman (1994). Furthermore, employment legislation (‘Part Time Workers (Prevention of Less Favourable Treatment) Regulations 2000’, British Government, 2012) states that organizations must treat part-time employees in the same way as full-time workers, in terms of entitlement to the same hourly rate of pay, company pension schemes, annual leave and maternity/parental leave on a pro rata basis, contractual sick pay, and when employees are selected for redundancy, training and promotion (Department of Trade and Industry, 2006). In summary, it is reasonable to assume that permanent full-time and part-time employees should be treated similarly in terms of whether they are paid for overtime or not.
	Flexible working arrangement practices. Seven items assessed the extent to which the employee perceived that the workplace offered flexible working arrangements. Employees were asked ‘if you personally, needed any of the following arrangements, would they be available to you?’, where the arrangements included flexi-time, job-sharing, the chance to reduce working hours (e.g. full-time to part-time), the chance to increase working hours, working from home in normal working hours, changing work patterns including shifts, and working the same number of hours per week across fewer days (in each case, 1 = ‘yes’, 0 = ‘no’). A count was created across the items. The Cronbach Alpha reliability for this scale was 0.77.
	Contracted working hours (whether part-time/full-time). There is some debate about how to refer to an employee’s usual hours, with such terms as usual, actual, legal, standard and contractual being commonly used (Tijdens and Dragstra, 2007). In line with Tijdens and Dragstra (2007) we use the term contractual hours and define it as the differences between usual hours less overtime. In terms of the employee survey, contracted working hours was computed by subtracting the number of overtime hours worked by the employee from their responses to the item ‘How many hours, including overtime or extra hours, do you usually work in your job each week?’ (excluding meal breaks).  We then coded this into a dichotomous variable to reflect part-time and full-time work (percent of respondents in brackets, N = 4,530): part-time, 0-30 hours = 0 (21% of the sample), full-time, more than 30 hours = 1 (79%). We used this variable in all our correlational and multi-level analyses.
	Control variables. It is well-established that working part-time (e.g. Barling and Gallagher, 1996; Feldman, 1990) is associated with gender, whether the respondent has dependent children, age, permanent/temporary contracts and therefore we control for these in our analysis. Dependent children was coded 1 = respondent had dependent children under the age of 18, 0 = otherwise. Age was categorized 1 = 16-19, 2 = 20-29, 3 = 30-39, 4 = 40-49, 5 = 50-59, 6 = 60-64, 7 = 65 or more. Permanent contracts were coded 1, temporary and fixed term contracts coded 0. We also controlled for a range of establishment characteristics typical in studies using WERS which included establishment size, organization size, whether the establishment is UK or foreign-owned, whether it is a single independent workplace or otherwise, union recognition, financial performance, and industrial sector (described in Appendix 1).
Occupation and managerial/professional workers. Occupation was measured during the employee interview by asking participants the two questions of ‘What is the full title of your job?’ and ‘Describe as fully as possible what you do in your main job?’; the responses were then coded by the researchers according to British Government Standard Occupational Classifications 2000 (UK Office for National Statistics, 2009) into the nine major categories of managers, professionals, associate professionals, administrators, skilled trades, personal services, sales, operatives and drivers, and routine unskilled jobs. These occupations were then coded into dummy variables. Managerial and professional workers were collapsed together, and the category of routine unskilled jobs was the omitted dummy variable in our regression analyses.

Analytical procedure
Multilevel modelling (MLM) analysis, also known as hierarchical linear modelling (HLM), was used for analyzing the data. The dataset had a two-level structure where employees’ responses (Level 1) were nested within establishments (Level 2). 
There are several advantages associated with using this technique to analyze hierarchically organized data (Snijders and Bosker, 1999).  For this study, the main advantage is that it makes it possible to control for between-establishment effects, as MLM allows to the researcher to partition variance into between- and within-establishments and conduct regression analyses to explain between and within-group variance. MLM takes into account group effects by modelling the variance associated with group differences in means by fitting intercepts, which is achieved by specifying intercepts to be random effects; group differences in the slopes between the independent variables and the dependent variable can also be modelled by allowing the slopes to be random effects (Tabachnick and Fidell, 2007). MLM is also necessary for statistical reasons when using hierarchically organized datasets, such as WERS, to avoid violating assumptions of independent observations in multiple regression, where multiple regression would result in biased estimates (Tabachnick and Fidell, 2007). Employees common to a workplace are not independent of one another and MLM accounts for these dependencies. Otherwise, multilevel linear modelling makes the same assumptions as linear multiple regression as it is an extension of it.
Change in model fit is indicated by change in –2 times the log-likelihood statistic (-2LL) relative to change in degrees of freedom, which follow a chi-square distribution. SPSS Mixed was used for data analysis. All predictor variables were standardized (mean = 0, SD = 1; effectively centred around each variable’s grand mean) prior to multilevel analysis. This eases computational requirements, is necessary for reducing multi-collinearity when conducting tests for interactions, and means that the regression coefficients are more comparable. Interaction terms were calculated by multiplying the independent variable and the moderator.

Results
Tables 1 and 2 present some descriptive statistics. Table 1 presents the mean number of unpaid overtime hours per week by work status (whether part-time or full-time) and occupation. At this descriptive level, part-timers work more unpaid overtime than full-timers (M = 7.36 versus 6.72).  There are considerable differences in unpaid overtime across gender, occupations, and part-time and full-time work. For example, within the part-time workforce, men work 9.80 unpaid overtime hours per week compared with women who work 6.52; professional part-timers work 10.41 unpaid overtime hours per week, compared with administrators who work 4.48 unpaid overtime hours per week. Table 2 presents the means, standard deviations, and zero-order correlations between main study variables. 
< INSERT TABLES 1 AND 2 ABOUT HERE >
	The first step in multilevel modelling is to fit a null, or baseline model, also referred to as the unconditional means / intercept only model (Singer and Willett, 2003). This model partitions the variance into within and between establishments (respectively referred to as level 1 and level 2 intercept variance in the Tables) and allows us to assess the extent to which the variance in our dependent variable is due to between- and within-establishment variation. This model is presented as the null model in Table 3. Thus, for unpaid overtime hours, 18% (i.e. {6.32 / [6.32 + 29.15]}*100) of the variance was attributable to between-establishment variation, indicating that the great majority of variation in unpaid overtime hours occurs within establishments. In other words, the extent of unpaid overtime is much more likely to vary within rather than between establishments, suggesting that unpaid overtime is more likely to be explained by factors that vary within rather than between establishments.

Tests of hypotheses
As noted earlier our hypotheses are tested using the subset of employees in WERS working unpaid overtime (N = 4530). Hypothesis 1 (part-time workers will work more unpaid overtime than their full-time counterparts) was tested by examining the significance of contracted work hours after first entering the control variables. The results are presented in Table 3, which shows estimates and standard errors for all predictor variables, likelihood ratios and differences in likelihood ratios between the models, and intercept variances at the within-establishment level (Level 1) and the establishment-level (Level 2). Model 1, Table 3, included the control variables (gender, whether respondent was responsible for dependent children, respondent’s age, respondent’s self-reported occupation, permanent contract) and establishment level controls​[2]​. For occupation, routine unskilled occupations were the omitted category referent, against which the other occupations are compared.  Model 2, Table 3, added contracted work hours to the control variables. The significance of the main effect for the contracted hours variable (B = -0.70, p < 0.001) indicates support for Hypothesis 1, and there was also significant improvement in model fit of Model 2 over Model 1 (∆-2LL = 1160.17, df = 1, p < 0.001). We estimated the effect size by calculating the pseudo-R2 statistic outlined by Singer and Willett (2003). The pseudo-R2 estimate is the proportional reduction in residual variance when comparing nested models. Adding contracted work hours to the model reduces within-establishment residual variance (i.e. level 1 intercept variance) from 27.48 to 23.51, a pseudo-R2 estimate of 14%, and between-establishment residual variance (i.e. level 2 intercept variance) from 5.45 to 4.78, a pseudo- R2 estimate of 12%,. In other words, approximately 14% of the variance in unpaid overtime hours within establishments is explained by contracted working hours, and 12% of the variance in unpaid overtime hours between establishments is explained by contracted working hours. 
< INSERT TABLES 3 AND 4 ABOUT HERE >

Hypotheses 2, 3 and 4 examine whether the strength of the relationship (i.e. the slope) between contracted working hours and unpaid overtime hours varied by, firstly, gender (Hypothesis 2), secondly, occupation as captured by comparing managers and professionals versus other occupations (Hypothesis 3), and thirdly, whether the establishment offered flexible working arrangements (Hypothesis 4). Our initial step was to determine whether the strength of the relationship between contracted work hours and unpaid overtime varied between units.  This was achieved by allowing random slopes for this effect. Model 3, Table 4, allows the contracted work hours slope to vary and this model is a significant improvement in fit compared with Model 2, Table 3, where the slope was fixed (∆-2LL = 108.48, df = 1, p < 0.001). In other words, the relationship between contracted working hours and unpaid overtime differs significantly across establishments. We hypothesised that adding interaction terms between contracted working hours and gender, occupation and flexible working arrangements would explain within-establishment differences in unpaid overtime hours.
Hypothesis 2 predicted an interaction between contracted working hours and gender, and was supported. Model 4, Table 4, shows that the interaction was statistically significant (B = .44, p < 0.001). A plot of the interaction in Figure 1 shows that the negative relationship between contracted work hours and unpaid overtime is more evident for male part-timers than female part-timers. In other words, the extent to which part-timers work more unpaid overtime than full-timers is greater for men compared with women.
Hypothesis 3 was supported, which predicted an interaction between contracted working hours and whether an employee is a manager/professional, compared with other occupations. Model 4, Table 4, shows that the interaction was statistically significant (B = -.27, p < 0.01). A plot of the interaction in Figure 2 shows that the negative relationship between contracted work hours and unpaid overtime is more evident for professional and managerial part-timers. In other words, the extent to which part-timers work more unpaid overtime than full-timers is greater for professional/managerial part-timers compared with other occupations. 
Hypothesis 4 was also supported, which predicted an interaction between contracted working hours and establishments that offer flexible working arrangements. Model 4, Table 4, shows that the interaction was statistically significant (B = .24, p < 0.01). A plot of the interaction in Figure 3 shows that the negative relationship between contracted work hours and unpaid overtime is more evident where workers report that their establishment offers few flexible working arrangements, and that workers who perceive that their organization offers more flexible working arrangements are more likely to work similar levels of unpaid overtime to their full-time counterparts. In summary, all our hypotheses were supported​[3]​.




The main contribution of this paper is to show that part-time workers in Britain are not protected from the long hours culture and in fact are even more likely to engage in working unpaid overtime than full-time workers, with part-timers on average working about two-thirds of an hour more unpaid overtime a week than full-timers.  The literature suggests that part-time workers are frequently seen as being less committed than full-time workers (Barker, 1993; Lawrence and Corwin, 2003), but if working unpaid overtime is an indicator of commitment, then the findings of this research strongly contradict such pejorative stereotypes.  Indeed, they raise concerns about the exploitation of part-timers: although they appear to be contributing more hours, part-time workers are also more likely to miss out on key inducements such as promotion, training and career opportunities, when compared with full-timers (e.g. Lane, 2004; McDonald, Bradley and Brown, 2008, 2009; Rubery, 1998). Furthermore, the current recessionary climate may exacerbate these concerns, as new jobs have been offered largely on a part-time basis and more likely to be accepted involuntarily by people who would otherwise prefer full-time jobs (Grice, 2012), creating a double bind for people consisting of working part-time involuntarily and the likelihood of working more unpaid overtime than if they had secured a full-time job.
The findings confirm the gendered nature of part-time work (Atkinson and Hall, 2009).  The strength of gender roles means that women part-time workers, who continue to bear the burden of childcare and family responsibilities, are less willing or able to work overtime than male part-timers (Kmec and Gordon, 2010).   The fact that male part timers work more unpaid overtime than females also may suggest that men feel that they have to work additional hours to demonstrate their commitment to the masculine cultural norms of their organization and to overcome negative perceptions of male part-time workers, if their careers are not to suffer as a result of their status (Johnson et al. 2008).  Indeed, the strength of gender roles, together with pressures placed by organizations on men to work ever-longer hours, is likely to explain the low take-up of part-time employment by men, especially in professional occupations (Atkinson and Hall, 2009; Sheridan, 2004).  Future research is needed to test what explains our findings and more generally to explore the antecedents of unpaid overtime for male and female part-timers in more detail.
The significant interaction between contracted working hours and occupation (professional/managerial versus other) predicting unpaid overtime suggests that working unpaid overtime is particularly an issue for professional and managerial workers who have chosen to work part-time. For this group, the strength and maintenance of occupational identity may be extremely important. Cultural and ideological norms regarding professional work are likely to put part-timers in a difficult position, since being seen to spend long hours on work is often central to maintenance of professional cultural norms (Anderson-Gough et al., 2001). Such cultural norms therefore seem to provide one explanation of why part-timers, especially those in professional and managerial jobs, work beyond their contracted hours.  Furthermore, unpaid overtime among managerial and professional part-time workers may be due to professional and managerial work being mainly organized around full-time jobs (reflected in the small proportions of managerial and professional part-time workers in Table 1).  As a result, the norm to work longer hours operates with greater force in such occupations. Professional part-timers typically work over ten hours per week (Table 1); our findings therefore challenge previous research that positions professional part-time work as ‘good’ part-time jobs (Kalleberg, 2000). Such jobs may by good in some respects, but not so if employees wish to work near to their contracted hours.
The research also found an interaction between contracted hours and flexible working arrangements that predicted unpaid overtime working. More specifically, part-timers who perceive that their organization provides more flexible working arrangements work similar levels of unpaid overtime to their full-time counterparts, whereas the difference in unpaid overtime between part-timers and full-timers is greater in workplaces with few flexible working arrangements.  This may be the result of part-timers working unpaid overtime because they believe that the organization is less supportive of their status relative to full-time positions and therefore feeling the need to justify their positions (Stamper and Masterson, 2002).  Fewer flexible working practices also give part-timers less control over their work schedule and the time they spend on work.  It is worth noting that, while perceived flexible working arrangements led to a fairer distribution of overtime between part-time and full-time workers, flexible working arrangements had a significant direct effect on increased unpaid overtime, supporting previous research that, in general, flexible working arrangements tend to increase work intensification (Kelliher and Anderson, 2010). 
There may be other possible explanations for part-time workers working long hours not tested in this study.  Future research could explore the issue of workload in particular. As excessive workload is a major reason why full-timers work long hours (e.g. Major et al., 2002), then one must question the extent to which the workload of part-time jobs is tailored to suit the reduced number of hours that they work.  If part-timers have to squeeze a heavy workload into relatively few hours, then their jobs will be even more demanding than those of full-timers.  It might also be interesting to explore how the scheduling of part-timers’ work hours could contribute to overtime working.  From an employers’ perspective, organizations may try to maximize productivity from workers with respect to their hourly cost (Euwals and Hogerbrugge, 2006).  Since every extra hour of unpaid overtime per week by a part-timer has a proportionately larger effect on their productivity: labour cost ratio than for full-timers, employers may attempt to extract unpaid overtime from part-timers by dispersing their work hours across a number of short hour schedules.  The effect of this could be that part-timers feel compelled to work additional unpaid hours in order to do their jobs adequately (Walsh, 2007).
The findings reported in this paper are subject to limitations that result from the sample and data used for analysis.  It is important to note that this paper only focuses on those who work unpaid overtime, who are a minority of part-time workers and full-time workers. However, our dataset consisted of 932 part-time workers and 3598 full-time workers, out of the 6410 and 15569 respectively sampled in WERS; to the extent that WERS is representative of UK workers, our data covers about 15% of part-time workers and 23% of full-time workers, a not insignificant number or proportion.  Further research is needed to explore the behaviour of those part-timers who get paid for the overtime hours that they work, as their motivations for doing so are likely to differ from those who are not paid for overtime working.  In particular, for those who work part-time involuntarily, paid overtime may be a desirable means of securing higher wages.
Typical limitations that apply to cross-sectional, self-report surveys, such as WERS 2004, are that they cannot examine causality and that there is common method bias among the self-report indicators. These limitations of course apply to the research reported in this paper, but there are theoretical reasons for suspecting that they do not matter significantly. Dealing first with causality, while there are reasons for supposing that contracted working hours predict unpaid overtime, it is difficult to argue the reverse, that overtime predicts working hours, unless employees are motivated to change their work status on the basis on the amount of overtime that they work. Future research should explore this possibility. Turning to common method variance, all the self-report measures in our study ask respondents to recall factual information, such as their overtime, working hours, and occupation. Given the relatively objective and descriptive nature of these phenomena, we would not expect them to be as prone to common method effects as more subjective statements and attitudes, which are far more likely to be affected by issues of priming and consistency biases when people complete questionnaires (Podsakoff, MacKenzie, Lee, and Podsakoff, 2003). 
A further limitation relates to our measure of unpaid overtime, given that we inferred the unpaid aspect of overtime from the managers’ questionnaire in WERS and therefore cannot be absolutely certain that unpaid overtime has been correctly specified. Future research should include additional measures, such as direct self-reports of their unpaid overtime. A final limitation of our study is that we do not measure some of the psychological explanations that we use to support our hypotheses. In this regard, our explanations provide an agenda for future research. For example, are part-time and full-time work differentially related to key concepts concerning barriers to career development (Lent, Brown and Hackett, 2000), professional and cultural norms relating to working hours (Lawrence and Corwin, 2003), and approaches to inclusion at work (Barker, 1993), and does this explain different degrees of unpaid overtime between the two groups? Furthermore, to what extent do such explanations operate at the within or between establishment level?  For example, inclusion could explain the effects of contracted hours on unpaid overtime at the within-establishment level (e.g. excluded by peers) and at the between-establishment level (e.g. occupational stereotypes relating to the acceptance of part-time work). Given that unpaid overtime varied predominantly at the within-establishment level, future research should prioritize investigating theories that apply at this level.
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Table 1: Mean Unpaid Overtime Hours per Week by Work Status (Part-time vs Full-time) and Occupation
			Male				Female				Total		




























 	Operatives and drivers	8.61	5.47	296	13%	6.49	5.35	24	1%	8.45	5.48	320	7%
 	Routine unskilled	9.44	8.51	173	7%	4.88	2.74	72	3%	8.11	7.59	244	5%
 	Total	7.75	5.89	2339	100%	5.90	5.15	2191	100%	6.85	5.62	4530	100%





Means, Standard Deviations, and Zero-Order Correlations between Main Study Variables
	M	SD	1	2	3	4	5	6	7	8	9	10	11	12	13













14. Unpaid overtime hours	6.85	5.62	-.05	-.15	.03	.07	.18	-.09	-.16	.00	-.06	-.04	.06	.01	.01





Multilevel Models Estimates Predicting Employee Level Unpaid Overtime (Hypothesis 1)

	Null Model			Model 1			Model 2		
Variable	Estimate (B)	SE	t	Estimate (B)	SE	t	Estimate (B)	SE	t
Intercept	7.03***	.14	51.43	6.56***	.14	46.32	6.41***	.13	48.02
Gender (female)				-.55***	.10	 -5.69	-.68***	.09	-7.41
Children				 .01	.08	    .10	-.04	.08	-.47
Age				 .22*	.09	  2.38	.33***	.09	3.84
Manager/professional				 .47**	.16	  2.90	.57***	.15	3.74
Associate professional				-.32*	.16	 -2.03	-.32*	.15	-2.21
Administrator				-.81***	.17	 -4.84	-.80***	.16	-5.15
Skilled trade				-.07	.12	   -.54	-.11	.12	-.93
Personal services				-.62***	.15	 -4.11	-.54***	.14	-3.85
Sales				-.09	.14	   -.62	-.15	.13	-1.17
Operatives				 .03	.13	    .27	.08	.12	.65






Level 1 intercept variance	29.15	.64		27.48	.61		23.51	.52	
Level 2 intercept variance	6.32	.65		5.45	.60		4.78	.51	
									
Note: N = 4530. 







Multilevel Model Estimates Predicting Employee Level Unpaid Overtime (Hypotheses 2, 3, 4)

















Flexible practices × contracted hours				.24**	.09	2.64
Mgr/professional × contracted hours				-.27**	.09	-3.06





Level 1 intercept variance	21.52***	.50		21.28***	.48	
Level 2 intercept variance	4.48***	.55		4.49***	.55	
             Slope variance	3.48***	.53		3.50***	.54	
Note: N = 4530. For contracted hours FT = full-time (coded 1, part-time coded 0)
* p < 0.05, ** p < 0.01, *** p < 0.001; all equations control for establishment level characteristics described in the methods.





























Construction, Gas, electricity and water supply 	.03	.05	.05
Wholesale and retail trade 	.13	.08	.09
Hotels and restaurants 	.03	.02	.02
Transport, storage and communication 	.02	.05	.05
Financial intermediation 	.08	.09	.09
Real estate, renting 	.11	.26	.23
Public admin., defence, social security 	.03	.05	.04
Education 	.30	.12	.16
Health and social work 	.17	.08	.10
Other community, social, personal	.05	.05	.05
			
Public sector	.39	.21	.25



































^1	  The largest occupational group of non-managerial employees was identified at the start of the manager questionnaire, calculated by totalling full-time and part-time employees, which was referred to on many occasions later in the interview.
^2	  Establishment-level controls were included in all multilevel analyses but are not presented in tables; information on their effects is available on request from the first author
^3	  We also examined whether or not part-time employees are more or less likely to work unpaid overtime in the first instance, compared with full-time employees, in contrast to our earlier analyses that showed that where part-time employees work unpaid overtime they tend to work more hours than full-time employees. We used a dichotomous outcome indicating whether employees worked unpaid overtime or not (1 = work unpaid overtime [N = 4657], 0 = not [N = 5027]). Results from multilevel logistic regressions showed part-timers are less likely than full-timers to work unpaid over-time (p < .01). To indicate the effect size, among those working unpaid overtime, 40% of part-timers work unpaid overtime, compared with 52% of full-time workers. We report these analyses in a footnote because they are based on unweighted data as neither SPSS 18 nor STATA 12.1 support weighted multilevel logistic regressions. To examine whether using unweighted data biased results, we re-analysed our hypotheses and compared findings from weighted and unweighted analyses: analyses based on weighted data produced slightly less statistically significant effects. We therefore conclude that findings based on unweighted data are less conservative than those based on weighted data, which may mean that the effect of contracted work hours on the decision to work unpaid overtime or not may not hold under a weighted analysis. However, taken at face value the findings based on unweighted data and the tests of the hypotheses suggest that when part-timers work unpaid overtime they do more hours than full-timers, but they are less likely to work unpaid overtime in the first instance. Furthermore, and noting the above caveats, the unweighted multilevel logistic regressions were consistent with hypotheses 2 and 3, in that 51% of male part-timers work unpaid overtime, compared with 36% of female part-timers, and 68% of manager/professional part-timers work unpaid overtime, compared with 32% of part-timers in other occupations. Flexible working practices did not interact with part-time working hours to predict whether or not employees work unpaid overtime.
